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ABSTRACT 
 
A model investigating both antecedents of perceived social support and organizational support in 
predicting turnover intention process of Thai workers was developed and tested via structural 
equation modeling. Based on previous research, the arguments between the effects of perceived 
workplace and non-workplace social support on turnover intention were raised in an 
individualistic cultural context. Turnover research still does not clearly explain how 
organizational support influences attitudinal outcomes (job satisfaction) and work related 
outcomes (organizational commitment and turnover intention). Consequently, this study attempts 
to test the effect of workplace and non-workplace social support on turnover intention in a 
collectivistic culture in which people have a strong relationship with family and friends and 
investigates the influence of perceived organizational support on turnover intention in a Thai 
context. Six hundred and sixty six workers completed attitude surveys. The results indicated that 
perceived social support from supervisors, coworkers, and family and friends, and perceived 
organizational support policy, such as fairness rewards, participation in decision-making and 
growth opportunities, were positively related to job satisfaction. In addition, job satisfaction 
mediated the relationship among perceived social and organizational support, organizational 
commitment, and leaving intention of processing-canned-and-frozen-seafood workers in Thailand. 
 
Keywords:  Organizational Support; Workplace Social Support; Non-Workplace Social Support; Job Satisfaction; 
Organizational Commitment; Turnover Intention 
 
 
INTRODUCTION 
 
owadays, many workers all over the world habitually intend to leave their jobs and seek new job 
opportunities because they believe a new job will provide more benefits, job security, and 
experiences, or they could avoid conflict in their current job. Unfortunately, Thai factories are also 
facing these problems. A high turnover rate in the country, especially in food sectors, makes the factories confront 
many dilemmas, such as shortage of skillful employees, loss of productivity, loss of business to competitors, and 
high costs of recruitment and training. Therefore, employee retention in the food sector has become a significant 
topic and challenge for Thai researchers to find out the ways to retain Thai workers. Thailand is called the ―kitchen 
of the world‖ because of the export value of its food goods. Understanding how to reduce labor shortages in the food 
industry is likely to benefit export values and the gross domestic product (GDP) of the country. 
 
For more than five decades, organizational and turnover researchers (March & Simon, 1958; Mobley, 1982; 
Price, 1977; Price & Mueller, 1986) have paid attention to the broad factors both inside (e.g., benefits, job stress, 
work environment, etc.) and outside the organization (e.g., alternative jobs, kinship responsibilities, etc.) that have 
affected an individual’s leaving decision. Likewise, perceived social support and organizational support theories are 
accepted as affecting attitudinal outcomes (job satisfaction) and work-related outcomes (organizational commitment 
and turnover intentions) because the objective of social support is for individuals to help each other in the social 
construction of networks and to reduce uncertainty, anxiety, and stress when individuals are faced with problems 
and crises, and perceived organizational support conveys the meaning of caring and concern for employee 
wellbeing.  
N 
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To date, the majority of turnover research has been conducted in individualist cultures and has been 
primarily focused on either perceived organizational support theory (e.g., fairness rewards, participation in decision-
making and growth opportunities) or workplace social support (e.g., supervisor and coworker) with little attention 
being paid to non-workplace social support (e.g., family and friends). However, the way of being Thai pointed that 
non-workplace interpersonal relationships potentially contributed to the studies of the attitudinal and work-related 
outcomes. Therefore, the purpose of this study is to explore both perceived organizational support and social support 
(workplace and non-workplace social support) and their relationship with turnover processes in a Thai context. 
Recommendations for further developing of the theoretical model will be explored. 
 
WORKPLACE AND NON-WORKPLACE SOCIAL SUPPORT AND TURNOVER INTENTION PROCESS 
 
Generally, workers confront problems, ambiguities, and conflicting role demands, which induce role strain 
in the workplace while job satisfaction is diminished by ambiguity and conflicts. Hence, most turnover research has 
affirmed that role stress encourages dissatisfaction and resignation (Fisher & Gitelson, 1983; Hom & Griffeth, 1995; 
Jackson & Schuler, 1985; Lyons, 1968). In general, global workers do not encounter stress by themselves but within 
the networks to which they belong. Most workers share experiences and regularly help people in their social 
network cope with difficult times by providing instrumental and emotional support. Evidence indicates that 
significantly perceived social support leads to job satisfaction by providing workers with a sense of wellbeing 
(Infante, Anderson, Martin, Herington, & Kim, 1993; Infante & Gorden, 1991; Vischer, 2007).  
 
Based on a relatively large number of empirical studies, the researcher found that perceived workplace 
social support from supervisors and coworkers have been found to be a working condition that improves job 
satisfaction and organizational commitment that in turn reduces turnover intention (House, 1981; Karasek & 
Theorall, 1990; Mor Barak, Nissly, & Levin, 2001; Um & Harison, 1998). Generally speaking, workers who 
received care from their social network in the workplace experienced more satisfaction and commitment within their 
organizations and wanted to stay longer than those who felt lonely. On the one hand, several turnover studies (e.g., 
Rycraft, 1994; Vinokur-Kaplan, 1991) focusing on the effect of workplace social support (e.g., supervisors and 
coworkers) and non-workplace social support (e.g., family and friends) on turnover intention have been conducted 
in individualistic cultural contexts with few studies (e.g., Brough & Frame, 2004; Lee, 2004), however, investigating 
these effects in collectivistic cultural contexts. The literature indicated that only coworker (Remsberg, Armacost, & 
Bennett, 1999) and supervisor support could reduce turnover intention (Bernatovicz, 1997) indirectly through job 
satisfaction and organizational commitment.  
 
In spite of this, the researcher argued that perceived social support is a process of social interaction and 
communication within a social network that relies on a different kind of relationship, such as social relationship, 
family relationship, and workplace relationship. Accordingly, in societies in which people have strong social ties 
with family and friends, as in collectivist culture, non-workplace related factors (e.g., family and friends, kinship 
responsibilities, etc.) may also affect job satisfaction and work related outcomes of employees (e.g., organizational 
commitment and turnover intention) (Mobley, Griffeth, Hand, & Meglino, 1979; Steers & Mowday, 1981). 
Consequently, the researcher posits that perceived support from supervisors, coworkers, and family and friends is 
positively related to job satisfaction. In addition, the researcher expects that job satisfaction will be positively related 
to organizational commitment, and in turn, organizational commitment will be negatively related to turnover 
intention (see in Figure 1). 
 
PERCEIVED ORGANIZATIONAL SUPPORT AND TURNOVER INTENTION PROCESS 
 
The perceived organizational support (POS) theory explains how positive treatments from different 
organizational agents, such as offering participation in decision-making, establishing fairness rewards, and providing 
growth opportunities (Eisenberg, Aselage, Sucharski, & Jones, 2004), will impact job satisfaction that in turn will 
affect organizational commitment and turnover intention. Evidently, perceived organization support directly affects 
perceptions of the relationship between individuals and organizations. Likewise, March and Simon (1958) suggested 
that the individual decision to leave or remain in an organization depends on the balance between the benefits that 
the organization offers and an individual’s expectations of the organization. Therefore, workers in the organization 
who perceive that the organization values their contributions and is concerned with their wellbeing might have low 
leaving intentions (Eisenberger, Huntington, Huchison, & Sowa, 1986).  
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There are many studies of the impact of perceived organizational support on turnover. For example, 
Huselid (1995) assumed that investments in practices (e.g., promotion within organization, labor-management 
participation) could help the organization retain workers. Likewise, Shaw, Delery, Jenkins, and Gupta (1998) found 
fair pay, good benefits, and high job autonomy would reduce an organization’s turnover rates. Similarly, Arthur 
(1994) found that organizations that allowed workers to get involved in managerial decisions, formal participation, 
and socializing activities could reduce worker turnover rates. However, Griffeth, Hom, and Gaertner (2000) 
reviewed the causes of turnover from the prior empirical studies that were conducted in the twentieth century and 
found a small negative effect of justice distribution, promotion chances, and participation on turnover. Surprisingly, 
a small negative effect size of these predictors remained mostly unchanged when compared with the latest meta-
analysis (Hom & Griffeth, 1995). Therefore, they concluded that perceived organizational support is not directly 
associated with turnover intentions, but the relationship of organizational support to turnover rates was moderated 
by job satisfaction and organizational commitment. Consequently, the researcher posits that perceived fairness 
rewards, participation in decision-making, and growth opportunities are positively related to job satisfaction (see in 
Figure 1). 
 
JOB SATISFACTION, ORGANIZATIONAL COMMITMENT, TURNOVER INTENTION AND TURNOVER 
 
Turnover intention is a worker’s act of thinking about quitting after they have experienced, dissatisfaction, 
uncomfortable, and a worker’s decrease of commitment to the organization etc. For instance, Mobley (1977) 
suggested that although turnover intention manipulates the impetuous behavior to quit, there are main factors that 
prompt employees to think about leaving, such as organizational commitment and job satisfaction. Based on 
empirical turnover research, this study conceptualizes a general cognition of withdrawal that subsumes specific 
intention to leave. In addition, this study posits turnover intentions as the outcome measure because turnover 
intention has been found to be one of the best predictors of actual turnover (Griffeth, Hom, & Gaertner, 2000). 
 
 
Figure 1: Theoretical Model 
 
SUMMARY 
 
Based on the previous fuzzy studies above and cultural differences (individualist versus collectivist), the 
researcher hypothesizes that in Thai organizations, non-workplace (family and friends) social support will be 
positively related to job satisfaction similarly organizational support (fairness rewards, participation in decision-
making and growth opportunities) and workplace social support (supervisor and coworker). Furthermore, these 
supports will be positively related to organizational commitment, and in turn, organizational commitment will be 
negatively related to turnover intention. Furthermore, the researcher expects that this study contributes to a 
fundamental understanding of how intention to leave the organization is constructed through interpersonal networks 
both inside and outside organizations and organizational supportive policy. Last, but not least, the results of this 
study can have practical implications for planning strategic designs to retain workers in collectivist societies.  
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METHODOLOGY 
 
Sample and Procedure 
 
The model was tested using data collected by a questionnaire survey. A letter accompanied the survey 
emphasizing the confidentiality of responses and assuring respondents that only members of the research team 
would have access to the responses offered by the respondents. Seven hundred and fifty workers who are working in 
five processing-canned-and–frozen-seafood factories in Bangkok and its suburbs were randomly selected to answer 
to the questionnaire. Finally, 723 questionnaires were returned, 672 questionnaires were deemed useable; the 
remaining questionnaires were unusable due to incompleteness and other reasons that compromised their utility. In 
addition, 6 cases were considered to be outliers so that the demographic data from 666 participants is discussed in 
this chapter.  
 
Measurement  
 
All measurements are self-reported and assessed using a 5-point Likert-type response scale with anchors 
ranging from 1= strongly disagree to 5 = strongly agree. The instruments are used to operationalize the constructs 
that have been adopted from previous researches, which are shown below.   
 
Leaving Intention. Lee (2004) adapted a three-item scale from Peter and Jackofsky (1979) and a one-item scale from 
Mobley, Horner, and Hollingsworth (1978) to measure leaving intention variables. The items required a period of 
less than six months before exercising leaving. A sample item is, ―I intend to leave my job in the next 6 months.‖ 
 
Job Satisfaction. In 1935, Hoppock developed an instrument to measure job satisfaction. His four-item scale of job 
satisfaction has been measured with a generalized, global standard. However, Lee (2004) argued that one item of the 
four-item scale related to leaving intention. Therefore, Lee removed that one item to avoid contamination. A sample 
item is ―I enjoy working in my job most of the time.‖ 
 
Organizational Commitment. Bozeman and Perrewé (2001) suggested using a nine-item scale of the organizational 
commitment questionnaire (OCQ) that removed the withdrawal-related items to assess employees’ general 
psychological attachment to the organization because there were no substantive differences in the results achieved 
between the two versions (Allen, Shore, & Griffeth, 2003). A sample item is, ―I am willing to put in a great deal of 
effort beyond that normally expected in order to help this organization be successful.‖  
 
Social Support. Social support is measured using the instrument developed by Caplan, Copp, French, Harison, and 
Pinneau (1975) and modified by Lee (2004). The social support scale includes three subgroups (e.g., supervisor, 
coworker, and family and friends support) that contain a twelve-item scale on the instrument. A sample item is, 
―When things get tough at work, I can always rely on my coworker [replaced by supervisor/ family and friends] to 
help me solve the problem.‖  
 
Organizational Support. A fifteen-item scale measured organizational support. The new scale was adapted from 
three existing scales: participation in decision-making scale (Steel & Mento, 1987), fairness of reward/recognition 
scale, and growth opportunities scale (Price & Mueller, 1986). These three factors were integral to the measurement 
of the organizational support scale. Sample items include, ―Within my work-group the people most affected by 
decisions frequently participate in making the decisions‖; ―I feel that my current job responsibilities are fair‖; and 
―There is a good chance to get ahead‖ respectively. 
 
Analytical Procedure 
 
One-way ANOVAs (F-Test) were used to assess whether the means of five factories statistically differ 
from each other then identical analyses were performed. Descriptive statistical analyses, such as means and standard 
deviations, were employed to make clear the characteristics of each variable. Following this procedure, the internal 
consistency (Cronbach’s Alpha) for all scales used to measure the ratio of true score variance and observed score 
variance were run. A confirmatory factor analysis (CFA) was used to assess the distinctiveness of measures with 
Amos 16.0 graphics for Windows to evaluate the fit of the measurement model. Several statistics (e.g., standardized 
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root-mean-square residual, goodness-of-fit index, Tucker-Lewis index, etc.) were used to evaluate model fit because 
sample size often affects the goodness-of-fit-chi-square. Following the recommendation of Hu and Bentler (1999) to 
interpret multiple fit indices, the researcher supplemented several fit statistics, such as χ2 test, root-mean-square 
error of approximation (RMSEA), and standardized root-mean-square residual (SRMR) with the goodness-of-fit 
index (GFI), the comparative fit index (CFI), and the Tucker-Lewis index (TLI). Therefore, to demonstrate adequate 
fit, the model should have a nonsignificant Chi-square or meet the following targets for incremental tests: GFI, CFI, 
TLI (.90 or greater), RMSEA (.06 or less), and SRMR (.09 or less). Finally, after assessing the fit of confirmatory 
factor models, the researcher evaluates the complete structural model represented in Figure 1. 
 
RESULTS 
 
Among the 750 questionnaires distributed to five factories, 96% were returned, approximately 91% were 
usable. After data screening, there were 666 questionnaires contained in further analysis. The one-way ANOVAs 
were conducted to determine mean difference among nine variables of interest. The thorough inspection of the mean 
difference comparison revealed that there were no mean differences from the five factories across all of the 
variables. Given these results, it was concluded that all factories should be included to assess the overall structural 
equation. Approximately, three-fourths of respondents (75%) are female. Approximately, half of the respondents 
(52%) had spent more than five years working in their factory, the majority of respondents (45%) were between 30 
and 39 years old‖. Mostly, 48% of the respondents had completed a college or higher degree. 
 
Descriptive Statistics, Correlations, and Cronbach’s Alphas 
 
Table 1: Descriptive Statistics 
Constructs Mean S.D. 
Cronbach’s 
1 2 3 4 5 6 7 8 Alphas 
Supervisor Support 13.42 3.39 0.89 -        
Coworker Support 13.83 3.48 0.90 .23**        
Family & Friends 
Support 13.82 3.30 0.88 .09* .09*       
Participation in 
Decision Making 18.06 3.55 0.90 .34** .24** .16**      
Growth 
Opportunities 18.35 3.5 0.87 .36** .28** .14** .71**     
Fairness Rewards 16.97 3.67 0.87 .29** .17** .14** .60** .61**    
Organizational 
Commitment  29.8 8.47 0.95 .44** .36** .22** .53** .53** .49**   
Job Satisfaction 8.74 3.07 0.85 .41** .39** .19** .45** .45** .44** .74**  
Leaving Intention 9.33 4.05 0.95 
-
.51** 
-
.44** 
-
.21** 
-
.56** 
-
.58** 
-
.51** 
-
.73** 
-
.65** 
Noted: * < .05 and **< .01 
 
 
The descriptive statistics, such as means, standard deviations, correlations, and Cronbach’s alphas among 
the study’s variables, are shown in Table 1. The antecedents of social support (supervisor, coworker, and family and 
friends) were all significantly correlated with one another but not so highly (Hayduk, 1987) as to suggest that 
multicollinearity disappeared to be a problem. Each of social support antecedents was also significantly related to 
organizational commitment, job satisfaction, and leaving intention. Organizational commitment and job satisfaction 
were the most strongly correlated variables. All of the study variables were significant and negatively related to 
turnover intention. Particularly, supervisor support was more strongly related than the other sources of social 
support, and growth opportunities variable was more strongly related than the other sources of organizational 
support. Furthermore, organizational commitment was most strongly related than other study variables. Table 1 
shows that all constructs have moderately high reliabilities, which are .85 and above. 
 
Confirmatory Factor Analysis (CFA) 
 
A confirmatory factor analysis (CFA) was performed to assess the distinctiveness of the measures. Each 
measurement of the study was specified as one-dimensional with appropriate items loading on their respective 
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factors. The results of the CFA displayed in Table 2 indicated an acceptable fitting measurement model. All χ2 tests 
were not statistically significant and all fit indices were within the recommended RMSEA and SRMR ranges < .06 
and .09 respectively, while CFI, NFI, and GFI > .90 (Clara, Brain, Murray, Linda, & Laine, 2003; Bollen, 1989). As 
the overall goodness of fit is promising, the results of confirmatory factor models are encouraged to be further tested 
against the magnitudes and the significance of the path of structural coefficients in the theoretical model. 
 
Table 2: Summary of Fit Indices of Confirmatory Factor Analysis (CFA) 
Model χ2 df P-value CFI NFI TLI RMSEA SRMR 
Social Support 63.458 51 0.113 0.997 0.986 0.996 0.019 0.024 
Organizational Support 89.330 87 0.411 1.000 0.985 1.000 0.006 0.017 
Job Satisfaction 1.892 1 0.169 0.999 0.998 0.997 0.037 0.008 
Organizational Commitment 30.552 27 0.290 0.999 0.994 0.999 0.014 0.012 
Turnover Intention 4.497 2 0.106 0.999 0.998 0.997 0.043 0.005 
 
Structural Equation Modeling (SEM) 
 
As indicated by statistics reported in Table 2, all of the confirmatory factor models were satisfied because 
they had adequate fit with the data. Therefore, the assessment of the complete structural equation model represented 
in Figure 1 was performed. Amos 16.0 was used to assess the multiple indices of overall model fit and path 
coefficient estimates of the theoretical model. To complete Figure 1, although the χ2 statistic was significant (χ2 
(846 df) = 1459.99 p < .05), this statistic is sensitive to sample size and model complexity. As such, χ2/df was 1.73, 
and the fit indices were quite good (RMSEA = .033; SRMR = .126; CFI= .970; NFI= .932; TLI= .968) and indicated 
an acceptable fitting model. All of the path estimates were significant and went in the expected direction. 
 
The antecedents of the social and organizational support policies, such as supervisor support (.28), 
coworker support (.29), family and friends support (.11), fairness rewards (.26), participation in decision-making 
(.16), and growth opportunities (.11) were positively related to job satisfaction. Furthermore, job satisfaction (.83) 
was positively related to organizational commitment. Organizational commitment (-.75) was negatively related to 
turnover intention. The completely standardized solution can be found in Figure 2. Finally, the results illustrate that 
the six sources of social and organizational support explained 47% of the variances in job satisfaction, which in turn 
explained 70% of the variance in organizational commitment. Additionally, for the entire theoretical model, the 
multiple correlation was .75 (R
2 
= .56), which suggests that 56% of the variability in this model was for the 
relationships that the researcher hypothesized. When comparing the five antecedents of social and organizational 
support, the variable of coworker support had the greatest total direct causal effect on job satisfaction with a path 
coefficient of .29.  
 
 
 
Figure 2. Theoretical model results 
Noted: * < .05 and **< .01 
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DISCUSSION 
 
Analyses of the structural equation model indicated that the theoretical model was a good fit of the 
empirical data. The model explained a large proportion of the variance in three endogenous variables: job 
satisfaction, organizational commitment, and turnover intention. Furthermore, all predicted paths were significant in 
the theoretical model as indicated in the path diagram in Figure 2. Workplace social support (i.e., supervisor and 
coworker support) and non-workplace social support (i.e., family and friends) and fairness rewards, participation in 
decision-making and growth opportunities directly and significantly affected job satisfaction. However, non-
workplace social support and growth opportunities illustrated the lowest effect on job satisfaction. Additionally, job 
satisfaction mediated the relationship between various kind of supports and work-related outcomes, such as 
organizational commitment and turnover intention. 
 
The findings of this study add important information to the theoretical understanding of how strong 
relationships with family and friends in a collectivist culture affect attitudinal (job satisfaction) and work related 
outcomes (organizational commitment and turnover intention). First, unlike recent studies of social support and 
turnover intention (see Brough & Frame 2004; Shimazu, Shimazu, & Odahara, 2004), the results suggest that in a 
collectivist cultural context, not only does workplace social support (supervisor and coworker support) influence the 
satisfaction, commitment, and turnover intention of workers but also non-workplace social support (family and 
friends support). This finding is consistent with collectivist culture that describes societies in which people are 
integrated into strong, cohesive in-groups and families (Hofstede, 1991). Therefore, the findings assert that the 
influences of non-workplace social support (family and friends) on turnover intention from the study conducted in 
collectivist culture are different from individualistic cultures. Employees in individualistic societies may fail to 
notice that support from their family and friends influence their turnover intention because persons in individualistic 
societies are expected to look after themselves and their immediate family but rarely anyone else. Also, they value 
personal time, freedom, challenge, and the right to private, personal opinions (Hofstede, 1991). Thus, the evidence 
of this study suggests that subjective culture can influence job satisfaction, organizational commitment, and turnover 
intention, and ―the psychological features of a culture, including assumptions, values, and patterns of thinking‖ 
(Hoft, 1996, p.43) are important factors to which turnover research and managers have to attend when they 
investigate turnover processes. 
 
Second, the results of the study indicate that workplace social support (supervisors and coworkers) is the 
stronger total causal effect on satisfaction than non-workplace social support (family and friends) and other 
organizational support policy. The finding of workplace social support is consistent with cultural practices that 
privilege hierarchical systems and power distance, which further emphasize the role of interpersonal relationships 
between supervisors and subordinates in Thai organizations. Similarly, Niratpattanasai (2004) suggested that Thai 
workers are socialized to respect elders and leaders and generally rely on strong relationships with friends. 
Therefore, hierarchical systems, power distance, and strong social ties often affect Thai workers in terms of avoiding 
conflict with their supervisors and coworkers. Thus, cooperation with coworkers and supervisors in organizations is 
a significant factor that can increase job satisfaction, organizational commitment, and intention to stay.  
 
Finally, the findings of the study assume that the effects of social support and organizational policies on 
organizational commitment and leaving intention were mediated by job satisfaction. Likewise, Stumpf and Hartman 
(1984) and Tett and Meyer (1993) suggested that social support may be a more distal determinant of turnover that 
affects turnover as a critical antecedent to job satisfaction and organizational commitment. Consequently, it is 
reasonable to point out that turnover intention can be reduced by social support and organizational policies through 
two mediators—job satisfaction and organizational commitment.  
  
IMPLICATIONS FOR RESEARCH AND PRACTICE 
 
In addition to its theoretical contributions, the study also has practical implications for human research 
development (HRD). Social support plays an important role in leaving intention of Thai workers. Therefore, 
personnel practitioners need to recognize that they can use social support, especially workplace social support, such 
as supervisor and coworker support, to manage job satisfaction, organizational commitment, and turnover intention. 
It may be easier and more realistic to use social support to retain workers because human resource managers can 
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learn to cultivate social support, such as activities and events in organizations, that help them to build a supportive 
network in the workplace. For instance, organizations should establish informal forums where workers can talk 
about work practice (e.g., lunchtime meetings) and also arrange formal scheduled support sessions with coworkers 
or managers and supervisors or both (Pidd et al., 2004). Scheduled sessions are one strategy to ensure that workers 
have the opportunity to access support, guidance, and direction—especially from supervisors (Maslach, 1982).  
 
Furthermore, organizations should invest in training (e.g., leadership and communication) for their 
supervisors because the study found that supervisor support had the greatest effect on job satisfaction. Note that, 
although this study reported that non-workplace support (family and friends) had a small effect on job satisfaction, it 
had the smallest indirect effect on organizational commitment and turnover intention so that non-workplace support 
might be a supplement to a retention plan. For instance, human resource managers can increase job satisfaction and 
intention to stay of their workers by managing working hours and creating events in which workers can participate 
with their family to reduce work-family conflict and role stressor. Additionally, the findings of the study suggest that 
organizations should improve job satisfaction if human resource practitioners and managers want to increase 
organizational commitment and retain their workers by conducting job satisfaction surveys or satisfactory 
assessment at least once every year so that the organizations can be aware of employee attitudes toward work-related 
outcomes.   
 
Even though the findings of this study provide potentially fruitful information for those interested in 
turnover, especially in collectivistic cultural contexts, future research should address questions and limitations 
apparent in these findings. First, in this study, leaving intention was tested as the outcome variable instead of the 
actual departure because time constraints. Therefore, a longitudinal design would be appropriate for future studies. 
Second, the theoretical model in this study was tested only in canned food industry; therefore, generalization is 
limited to industrial context. To address this problem, future studies should test using multi-sample analysis that 
involves analyzing data from various industries (e.g., electrical appliance and textile industries) and various 
professionals (e.g., labor workers, white collar workers, and intellectuals) simultaneously. Third, the theoretical 
model posits that several of the relationships among model constructs are mediated. Thus, there may be plausible 
alternative models that include more direct paths that still need to be investigated. Finally, the quantitative data 
cannot reveal the rich experiences of turnover intention and the various expressed forms of job satisfaction and 
organizational commitment. To address this problem, future research could collect qualitative data to describe the 
content of job satisfaction, organizational commitment, and turnover intention. 
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